Abstract-
INTRODUCTION
In the global business environment, best practices are expected of organisations in order to compete favourably and consider key players in the international market. Organisations that want to play along in the globalize market may have to structure their organisational design towards decentralisation and standardisation system of control that will focus on operational excellence, global competition, innovation and synergy among skilful employees. However, management goals should be unanimous with the interest and expectation of their employees respectively. Organisational structure is a crucial integral part of organisation. The nature of structure can be an impediment or development to such organisation. Actually, firms that aimed to survive and improve in global market are expected to exhibit a well design structure that will improve employees' engagement and unanimously attain organisational goals. The efforts of employees are keys to the accomplishment of organisational overall objectives. Preliminary studies revealed that centralise system of control is common in manufacturing firms in Nigeria, which result in low level of employee job involvement and low productivity. In the real sense, it was observed that interpersonal relationship is lacking between supervisor and subordinate, which on the contrary generate job dissatisfaction among employees. As structure play important roles in improving employee's engagement if being in place. Consequently, these myriad of problems if left unchecked could constitute negative impact on employee's efficiency and perhaps organisation productivity. Organizations that fail to integrate decentralise and standardise systems of control, well equipped, skilled and committed employees are bound not to stand the test of time in the global market to compete. Also, in an organisation where the level of motivation is low or non-existing, employees tend to experience job dissatisfaction that will automatically lead to low performance. In addition, evidence has shown that organisations that discourage effective organisational structure, employee's involvement and participation in decision making, teamwork and collaborative effort among workers will experience decline in performance. Thus, this study focuses on impact of structure on employee engagement in selected Manufacturing Firms in North Central, Nigeria. It is against this background that the study seeks to examine the impact of organisational structure on employee engagement in manufacturing firms Nigeria. It is believed that the findings will generate strategic ideas that will enhance employees' efficiency and quality products in their respective responsibilities. However, the study aimed to establish the following objectives:
i.
To ascertain how decentralisation system of control affects employee productivity. ii.
To assess the extent of the relationship between standardisation system of control and employee's efficiency. The following researcher questions are raised i.
How does decentralisation system of control affect employee's productivity? ii.
What is the nature of relationship between standardisation system of control and employee's efficiency?
II. REVIEW OF LITERATURE AND THEORETICAL FRAMEWORK The Concept of Organizational Structure
An organizational structure is the functional framework, aligning resources with defined organizational objectives in the business strategy and embodying the organization's culture. The structure directly impacts the company's capability to attract, engage and retain employees. An organizational structure is a logical framework of the department. It lays out and defines priorities through design of positions with generalist and specialist roles, indicates reporting relationships and the fit of each person in the big picture, and establishes decision making as centralized or decentralized. Effective implementation of organization structure entails clarity of task responsibilities to enable employees to work well together and jointly manage overlapping duties and hand-offs with each other (Erickson, 2005 ). An effective organizational structure has its roots in making a positive impact on the employee and business and, therefore, is aligned with the business strategy. It flows with the company culture. And, it is designed to attract and accommodate high performing individuals , through creation of positions that leverage their highest skills and provide development and growth, ensuring meaningful work and a sense of purpose from the present into the future. Organisation strives to be the best competitor in the environment they are competing and among the players in the same industry (Macey & Schnieder ,2008) . Meanwhile, the structure implored or adopted can have an influence on employee's engagement, therefore they should examine this fact, and productivity must be high for any organisation to achieve the competitive advantage. But if low can take the organisation down the drain. The organisational structure indicate is the way of doing business, how each change is implemented and how each job description is made, how the communication of the organisation will work and the strategic plan to enhance employee engagement (Perrin, 2003) If one then take the elements of an organisational structure and examine them to see if it can make a difference in how tasks are executed and managed. These elements are decentralisation, centralisation and levels of management, and these elements are the main foundation of any organisational structure. But how can the structure have an influence on the attitude and engagement of employees? Peter Christensen has identified the main objective in the study of employee's relationship with organisational structure. He said that Maslow's theory of needs identifies the security and safety needs, and is safe to say that all employees who had security and safety in their working environment will have a positive reaction towards the management and organisational structure if coordinated appropriately. How do we give employees security and safety in a working environment, one work on the attitude and engagement of each employee (Ellis & Sorensen, 2007) . By examining this problem and illuminate it from working conditions one can have a structure that helps employees to exhibit positive reaction, work faster and more productive. Organisational structure is the coordination of a specific organisation's individuals and team work. If an organisation coordinates the individual's task they can achieve all goals and specific objectives. Organisational structure is one of few mechanisms an organisation can use to coordinate and manage all subordinates , because of the way it shows the different reporting relationships, cut out the "middleman" in the communication structure and identifies the worker's actions and how they come together. All organisations can use structures, though some differ from others but all structures have some advantages and disadvantages. Even though an organisation has the best structure it is not something the organisation should leave and not manage, some of the best structures have failed because of inadequate management and it is not the best suitable structure for the environment the organisation does business (Carpenter, Bauer & Erdogan 2009 ). Employee Performance Employee performance is a set of standards set out for each employee's behaviour in his or her workplace environment. The specific criteria not only focuses on how the employee makes use of his time, by doing his work, but can be compared by some standards set ou t by the employer (Moore 2011) . Productivity Productivity can be defined as the overall output of goods or services produced divided by the inputs needed to generate that output. (Robbins & Coulter 2003 recession the organisation will need to reduce the working force and change the structure from wide to narrow or make it more flat. 6. Technological changes: The development of administrative systems disables the layer of administration and the organization will retrench some of the employees in the particular or specific category. Organisations choose of structure is extremely pertinent to employee engagement therefore, they should be careful; the wrong structure can have huge negative impacts on the communication, costs, decisions making and in motivating employees. This has the same effect on the employee's attitudes towards the structure and will end up in employee low level of engagement and corresponding lower productivity. Centralisation Centralisation is a process in which the decision making is assigned and devoted to the different higher levels of the structure. Centralisation keeps off employees from vital knowledge and information that are related to the organization, when an organisation uses top management in making decisions they take away the innovative of employees and only tell employees what to do. What happens to employees when they aren't motivated and self-manageable, they can't solve problems on their own, especially when useful information cannot reach employee on time. Centralisation has a broad span of control in top levels and more tiers in the structure of the organisation. Decentralization Decentralization is a process where lower levels management or employees of the organisation has privileges to participate in decision making. Many decisions are made at lower levels, this gives employees the motivation to be creative and be innovative, and solve the problems in their own sectors (Carpenter et al, 2009 ). Decentralization is the movement of decision making to some of the other sections of the organization; these units can be the branches, divisions and subcontractors. If given all employees the right to make decisions, it will improve workers, in the aspect of creativity, knowledge and ideas to engage in their respective tasks . Employees are given more authority and can improve their attitudes towards responsibilities, if they fell wanted in the organisation. The structure's span of control is smaller and more levels are given. The three forms of decentralization 1. Deconcentration: this is the lowest level of decentralisation and decisions are made at the lower levels of the organisation by technician. 2. Delegation: Is a more modern system of decentralisation, the decisions are made by lower levels and correspondingly, they have more authority in the organisation. 3. Devolution: This type of decentralisation only engages autonomous organisational units when making decisions. Standardisation This refer to the uniform and consistent that employees are to follow in doing their jobs, such as written procedure, job descriptions, instructions, rules and regulations are employed to standardize the routine aspects of tasks. Standard permit managers to measure employees' performance against established criteria. Job descriptions and application forms standardize the selection of workers. If assignments were not follow a specific standard, many organizations will not ascertained their respective goals.
Matrix Structure
Matrix structure is an organizational chart that encourages active participation of employees in decision making. This enables them to use their skill for different task in their assigned duties. The fundamental advantage of matrix structure is that it allows the members of the team to share relevant information more freely across boundaries which would otherwise have existed. Also, individuals can be chosen to suit the requirements of a project and the team will be more dynamic and creative that they will be able to approach certain problems in different ways. There will be a named business or project manager who is responsible for completing assigned task, so workers will know whom they are responsible to, and the project supervisor will be aware of the specific deadlines and budget constraints of the business. Disadvantages of matrix management structure styles include conflicts over the allocation of resources between line managers and project managers. If a team has too much autonomy then the projects may be more difficult to manage than if they were more closely monitored. High cost of implementing projects if more managers are required to manage project teams. Individuals may also need to acquire new skills and quickly address certain issues including coordinating others and managing themselves. The matrix management structure is now largely viewed as the preferred approach and the general feeling is that the structure embrace and support more effective use of resources, including the human resource, as well as making the company a more comfortable and conducive place to work. Teams may only exist for the period of the project and then be moved on to work in another different teams depending upon the skills the individuals can demonstrate.
The Concept of Employee Engagement
According to Gallup organization employee engagement is the involvement with and enthusiasm for specific task. (Dernovsek, 2008) posit that employee engagement is positive employees' emotional attachment and employees' commitment. (Robinson, Perryman & Hayday, 2004) stated that employee engagement is a positive attitude held by the employee towards the organization and its value. An engaged employee is aware of business context, and works with colleagues to improve effectiveness within the job for the benefit of the firms. The organization must work to improve and sustain engagement, which requires a two-way relationship between employer and employee. This verdict and definition forwarded by Institute of Employment Studies gives a clear insight that employee engagement is the result of two-way relationship between employer and employee pointing out that there are responsibilities to be executed by both parties . Furthermore, (Fernandez, 2007) shows the distinction between job satisfaction, the well-known construct in management, and engagement contending that employee satisfaction is not the same as employee engagement and since managers cannot rely on workers satisfaction to help retain the best and the brightest, employee engagement becomes a critical concept. Other researchers take job https://dx.doi.org/10.22161/ijaems.4.8. (Dernovsek, 2008) .
The need for Employee Engagement
Employee engagement is the extent to which employee commitment; both emotional and intellectual exist relative to accomplish the work, mission and vision of the organization (Schmidt, Henges, & Bryson, 2003) . Employee engagement is a part of employee retention. It integrates the classic constructs of job satisfaction (Schmidt et al., 2003) and organizational commitment (Meyer & Allen, 1991) . Engaged employees take into cognisance the future of the company and are willing to invest discretionary effort (Seijts, Gerard & Crim, 2006) . Engaged employees feel a strong emotional bond to the organization that employs them, which creates higher retention level; improve productivity levels and lower absenteeism. When reliably measured, positive employee engagement can be casually related or correlated to specific business outcomes by team and job type (Robinson, Dilys & Hayday, 2003 ). An engaged worker is one who is fully involved in, and enthusiastic about their responsibilities, and thus will act in a way that furthers their organization's interest. Engagement can be seen as a heightened level of ownership where each employee wants to do whatever they can for the benefit of their external and internal customers, and for the success of the organization as a whole (Lockwood, 2007) . According to (Spreitzer, 1995) , engagement has four dimension: meaning (sense of purpose), competence (selfefficacy), feelings of self-determination (feelings of control) and impact (belief that one's efforts can make a difference).There is clear confirmation that high level of employee engagement keenly correlates to individual, group or corporate performance in areas such retention, turnover, productivity, customer service and loyally. Some of the distinct advantages of engaged employees included better performance and more motivation; higher organizational profitability; and higher staff retention rate. Additionally, higher engaged employees are associated with the company and its products and services, and contribute to bottom line business success. Competitive engagement environment creates a sense of loyalty, provides a high energy working environment and engaged employees serve as a brand ambassador of the organization. These advantages emanate from the fact that there will be emotional attachment and retention. Employees who are actively engaged in their jobs work with passion and feel a profound connection to their institutions. They help promote the organization and they believe they can positively impact quality of their organization's products (White, 2010) . Engages subordinates feel a strong emotional bond to the organization that employs them and demonstrate a willingness to recommend the organization to others and commit time and effort to help the organization succeed (Konrad, 2006) . Furthermore, employee engagement has the potential to create involvement and commitment by workers. This highinvolvement will produce superior performance. In addition, workers in the high involvement organization show more positive attitudes including trust organizational commitment and intrinsic enjoyment of their work (Konrad, 2006) . Employee engagement levels have a direct impact on employee productivity and consequently on the company's bottom line. Engaged employees use their talent and strengths effectively at work every day to deliver high levels of performance consistently. At the same time, employees who are not engaged, not only erode the bottom line with their lack of productivity, they also foster negativity at every opportunity, thus impacting team performance (Konrad, 2006) . It has been routinely found that employee engagement scores account for as much as half of the variance in customer satisfaction. Studies have statistically demonstrated that engaged employees are more productive, more profitable, more customer focused, safer and less likely to leave their employer. Employees with the highest level of commitment perform 20% better and are 87% less likely to leave the organization which indicates that engagement is linked to organizational productivity (Lockwood, 2007) . Meanwhile, they lack employee retention strategies. Effective recruitment and orientation programs are the fundamental foundations to be laid on the first day of the new worker. Managers should be careful in pooling out the potential talent of the new employee through effective recruitment. The newly hired employee should be given general orientation which is related to the company mission, vision, values, policies and procedures and job-specific orientation such as his or her job duties, and responsibilities, goals and current priorities of the division to which the employee belongs , in order to enable him or her to develop realistic job expectations and reduce role conflict that might arise. After the hiring decision is made, the manager has to ensure role-talent fit when placing a subordinate in a certain position and exert all managerial efforts needed to retain that talent in the organization. 2. Leadership Support; Employee engagement requires manager support through establishing specific mission, vision and values. Unless the people at the top believe in it, own it, make it available to subordinates and employees, and enhance their leadership, employee engagement will never be more than just a "corporate fad" or "another HR thing". Employee engagement does not need lip-service rather dedicated heart and actionoriented service from top management. It requires "Leading by Being Engage or Practice" 3. Manager-Employee Inputs; Managers should promote two-way communication. Employees are not s ets of pots to which you pour out your ideas without allow them to contribute on issues that matter to their task and life. Clear and consistent communication of what is expected of them paves the way for engaged workforce. Engage your workers and always show respect to their input. Share power with your employees through participative decision making so that they would feel sense of belongingness thereby enhancing their engagement in work. 4. Development and advancement: Encourage independent thinking through giving them more job autonomy so that employees will have a chance to make their own freedom of choosing their own best methodology of executing problems, so long as they are producing the expected result. Manage through results rather than trying to manage all the processes by which that result is achieved. 5. Resources Availability: Managers are expected to make sure that employees have all the resources such as physical or material, financial and information resources in order to effectively engage with their job. 6. Employees Training: Update and equip employee current knowledge and skills through giving appropriate trainings. Generally it is unders tood that when employees get to know more about their job, their confidence increases there by being able to work without much control or supervision from their immediate managers which in turn builds their self-efficacy and commitment. 7. Effective Feedback Mechanism: Companies should develop and maintain a performance management system which holds managers and workers accountable for the level of their engagement at workplace. Conducting regular assessment of employee engagement level helps make out factors that make employees engaged. After finalizing the evaluation, it is advisable to determine all the factors that driving engagement in the organizations, then narrow down the list of factors to focus on two or three areas. It is important that organizations begin with a concentration on the factors that will make the most difference to the employees and put energy around improving these areas as it may be difficult to address all factors at once. Managers should be behind such survey outcomes and develop action-oriented plans that are specific, measurable, and accountable and time-bound. 8. Incentives: Managers should fashion out and introduce both financial and non-financial benefits for employees who show serious engagement in their tasks respectively. Several management theories have revealed that when employees get more pay, recognition and praise, they tend to exert more effort into their job. There should be a clear link between productivity and incentives given to the employees. reduces the turnover of high-performing employees and as a result leads to top business performance.
Drivers of Employee Engagement

Productivity Relating to Organizational Structure
Organisational structure designed and how the top management level provide sufficient motivation and support for employees can break the business or can turn it positive to become successful. The design of the structure should follow crucial procedures that will ensure it effectiveness, if it isn't, the organisation stand the risk of demotivating employees and having a negative influence on their attitude, which in return influence the productivity of the organisation and all employee, and in the end they may loose some employees in the future because of ineffective management and lack of a perfect structure (Math 2010 ).
Factors Influencing Productivity 1. Confidence: Organisational structures that are consistent give employees security and a positive behaviour towards their task. A consistent structure is one where the hiring of employees are within the organisation, workers are promoted when they are performing and when employees can relax about job loss. If an organisation has a constant and reliable structure, employees will devote their effort and perform best in workplace, which gives an organisation a higher production rate (Math 2010). 2. Shared Goals: Transparent structures can have an impact on how employees strive towards the objectives of the division or unit, when an organisation can set their own goals align with employee expectations, they will be able to motivate the team into a better productive mode and accomplished higher standards. Organisations can, for example; if they are busy with a new budget and plans for the next financial year, they can share it with middle management and ask them to do so with their own divisions and sectors. This will enable the employees to understand organisational goals, when these specific objectives are set each employee can set his or her goals which they want to achieve for the next year. Organisations can also notify employees when goals are actualize, so that these employees can evaluate how their progress are going to make sure all set goals are met and achieved (Math 2010 ). 3. Accountability: All organisations should put in place a strong modality of reporting system, when this system is not in place, employees will not know what to do with problems or generated ideas. The idea of these types of systems is to ma ke sure that no information is useless , when employees have challenges they should be able to talk to someone to reduce or eradicate it, if an employee has a better way of doing his job, he should be embraced and the innovative idea be explored. However if this structure is not effective, this information can get lost, demotivate employees and give them negative attitudes towards management which will have an influence on the culture, productivity and success of the organisation (Math 2010 The key determinant of organizations effectiveness is the performance of their workers. Therefore, employee need to adequately engage in the responsibilities assigned to them, so as to ascertain organizational goals. This is the vision of most companies to be able to compete favourably in the globalize market. The basic idea of an organisational structure is to enhance decision making and to identify how the organisation system is working and who has the authority to make the relevant decisions and what team works in which units and programs. Employee's interest is to be recognized in an organization or in their sections . When employees are recognized they are motivated. This gives them the positive attitude towards the organisation and the management of the organisation, when employees attitudes change from negative to positive, it create a platform for employee to be fully engage, which is what organisations want; higher performance from employees. Now if the structure is made from the idea of the old traditional type of body, employees can't get the motivation and positive attitude, which in turn deterred their engagement and consequently gives lower performance ratio towards the organisation. This type of structure is not the only one that can have a negative influence on subordinate, even modern structures can, if not utilized in the correct manner or if the structure is not align with the type of organisation. (Meijaard, Brand & Mosselman. 2002 ).
1. Organizational Chart and Job Security Maslow's hierarchical model indicated that person's security needs are high. If organisational structure improves employee security, the result will be an employee with a positive attitude and subordinate who will work towards achieving greatness and overall company objectives.
Flexible Management Structures and Employee Efficiency
Management is one of the most essential factors of an organisation, how they do their work and how they relate https://dx. doi.org/10.22161/ijaems.4.8.1  ISSN: 2454-1311 www.ijaems.com Page | 586 with employees. Though within traditional structures one cannot have these types of flexible management structures, but it is visible under modern structure. A flexible management structure gives the employees the motivation to be a part of a team and an idea. Employees that are given the opportunity to make a contribution towards a working program and give ideas are creative and innovative in the sense that they feel wanted by the organisation and they will be more efficient..
Decentralize Organizational Structure and Employee Productivity
In the present volatile business environment, organizations employed and retain employees who can think for themselves. When an employee can manage themselves the managers will not need to coordinate or give instruction to subordinates on how to carry out specific task will have less conflict and be proactive, the bottom line is that active workers will want to exercise or engage their skill and experience. Now, if all employees are self-managed, management may not need to do check and balancing and can do their own work effectively , this will increase the working capacity, proper employee engagement, which will lead to higher productivity.
Theoretical Framework
1. Motivation Theory Baron (1986) distinguished between two opposing philosophies of human nature towards work as proposed by McGregor. Theory X which takes a pessimistic view of human motivation to task and Theory Y which is more optimistic and assumes workers are not passive and are ready to assume responsibilities and develop skills according to their organization's needs. The accuracy of Theory Y assumptions depends on the extent to which management creates policies and motivational mechanisms that enable employees develop their own potential. Today's organizational culture has generally shown that workers have moved away from the tradition of viewing work as a form of punishment and now place a high value on work for its own good. The motivation to work has become a cherished value in society. This is especially so among managerial and professional workers who report that having a challenging job is more important than the amount of earnings. Clerical and unskilled employees also place high value on their work environment both social and physical than on the pay itself. This theory revealed that organizational structure determines employee engagement in an organization.
2. Path Goal Theory The path-goal theory, also known as the path-goal theory of leader effectiveness or the path-goal model, is a leadership theory developed by Robert House (1996) . The theory states that a leader's behaviour is contingent to the satisfaction, motivation and performance of her or his employees. The revised version also argues that the leader engages in behaviours that complement subordinate's abilities and compensate for inefficiencies . The path-goal model can be classified as a transaction leadership theory. According to the first of all theory, the manager's job is viewed as guiding workers to choose the best channels to reach their goals, as well as the organizational goals. The theory argues that leaders will have to engage in different types of leadership behaviour depending on the nature and the demands of a particular s ituation. It is the leader's responsibilities to assist followers in attaining goals and to provide the direction and support needed to ensure that their goals are compatible with the organisation's goals (Crook, Todd, Combs, Woehr, & Ketchen, 2011). Path-goal theory assumes that leaders are flexible and that they can change their style, as situations require. The theory proposes two contingency variables, such as environment and follower characteristics, that moderate the leader behaviour-outcome relationship. Environment is outside the control of the follower-task structure, authority system, and work group. This theory support the variable on leadership styles (Crook et al, 2011) . This theory of leadership was tested against the variable on democratic leadership style and its effect on labour relations and organisational performance. The theory indicate how effective structure in organization influence employees engagement.
3. Affective Events Theory Affective events theory (AET) is a model developed by organisational psychologists Howard M. Weiss (Purdue University) and Russell Cropanzano (University of Colorado) to illustrate how emotions and moods influence job performance and job satisfaction. The model explains the linkages between employees' internal influences (e.g., cognitions, emotions, mental states) and their reactions to incidents that occur in their workplace environment that affect their engagement, performance, organisational commitment, and job satisfaction. The theory proposes that affective work behaviours are explained by employee mood and emotions, while cognitive-based behaviours are the best predictors of job satisfaction . The theory proposes that positive-inducing (e.g., uplifts) as well as negative-inducing (e.g., hassles) emotional incidents at work are distinguishable and have a significant psychological impact upon workers' job satisfaction. This results in lasting internal (e.g., cognition, emotions, mental states) and external affective reactions exhibited through workers engagement, job performance, job satisfaction, and organisational commitment. The Affective Events Theory explains the link between employees' internal influences and their reactions to incidents that occur in their workplace environment that affect their engagement, performance, organisational commitment and job satisfaction (Phua, 2012 proposes that positive-inducing as well as negative emotional incidents at work have significant psychological impact on employees' job satisfaction. The impact results into lasting reactions exhibited through employee's engagement, job satisfaction, organisational commitment and job performance. This theory confirms the fact that organizational structure affects employee engagement.
III.
METHODOLOGY The research adopts survey method and design. The geographical area of this research is Jos, Plateau states, Nigeria. The state was selected because it have well functional manufacturing firms in the North Central region, Nigeria. The population of the research consists of the staff of selected three manufacturing firms which were selected purposively. The populations of this staff were 397. The researcher determined the size of the sample, a total of 196 samples were derived from the study population with the use of Trek formula (Trek, 1994) . Data for the work were collected mainly from primary source through questionnaire that were self-administered. The answer options for the questionnaire were developed using five-point Likert scale with SA -Strongly Agree, A -Agree, U -Uncertain, D -Disagree and SD -Strongly Disagree. The biographical information of the respondents from the analysis revealed that many of the respondents of the selected three manufacturing firms were male (78.1%). Also, majority of the respondents in the organizations were of middle and low level managerial positions (89.5%) which definitely give the work more meaningful responses since the issues relating to employees commitment affect these management cadres most. Furthermore, most of the respondents (77.1%) were unskilled employees. This is a pointer that the findings would give reliable results since the works majorly emanate from the concern for the unskilled workers. Finally, our respondents come mostly from marketing (35.8%) and operation (31.9%) departments. These give us a true representation to justify the significant roles of leadership styles on employee's productivity.
Testing of Hypotheses
Two hypotheses were formulated and are tested as follow using ANOVA and chi-square. Hypothesis one was tested with One-way ANOVA and hypothesis two was tested with chi-square test. SPSS was used to analyze the various tests.
Hypothesis one:
HO: there is no significant relationship between decentralisation system of control and employee productivity HA: there is significant positive relationship between decentralisation system of control and employee productivity. The relationship between decentralisation system of control and employee productivity Data for the test of this hypothesis were obtained from responses through questionnaire. The one-way ANOVA was used to test the extent of the relationship between decentralisation system of control and employee productivity. Tables 2 reveals that while the f-distribution result shows the existence of relationship result on the variables (F = 0.687 at p< 0.05). The significant level is 0.002, and due to this we reject the null hypothesis and accept the alternate one which states that there is significant positive relationship between decentralisation system of control and employee productivity. The effect of standardisation system of control on employee's efficiency Having analyzed the second hypothesis on table 3 with chi-square (x2), we found out that the calculated figure is greater than the tabulated figure (x2Calc=24.61 > x2Tab=5.29), we reject the null hypothesis and accept the alternate which signifies that standardisation system of control positively affects employees' efficiency.
V. CONCLUSION AND RECOMMENDATIONS
This work identifies the determinant of employee engagement of manufacturing sectors by reviewing works on organisational structure and by finding how the independent variables affect the dependent variables . Although previous studies shows multifaceted results workers' productivity in the aspect of decentralisation leadership style of control, this work revealed that decentralisation system of control is crucial to employees' productivity and organisational development. Decentralisation leadership style is the act of control that managers take into cognisance, contribution and relevant suggestions from employee to facilitate operational processes, decision-making and accomplishment of strategic objectives. Employee participation in decisionmaking make them to feel recognise and ready to assume responsibility of the outcome of the assigned task. This established the fact that the variable is a determinant that is of special significance to employee's engagement. Besides, decentralisation system of control create avenue for rapid change as the business environment is volatile and subsequently complex. Units will not need to wait for centre command before taking decision that will positively affects the organisation. This will enhance rapid delivery of employee services, to both the organization and customers. Standardisation system of control ensures employee efficiency and generates quality products that give competitive edge over the competitors in the global market. Correspondingly, employees will acquire adequate skill and technical know-how that will be an instrumental to efficiency and quality products. In line with the actual study findings and conclusions drawn, the following recommendations were suggested:
1. Organisations should always employ decentralization system of control. This will encourage decision to be made closer to operational level of work, in return address the persistent issues of delay in decision making which result in non-committed on the part of employees and low productivity. 2. Decentralization is an approach that requires managers who and when to delegate, to select and develop personnel and to formulate appropriate control. This recommendation improves and sustains high level of responsiveness to local circumstances. Consequently, it increases employee degree of engagement to their jobs. Hence, business organizations operate in diplomatic and volatile environments. Besides, internally generated problems can be promptly and probably addressed. 3. In addition, it enhances level of customer service. Therefore, management should adopt decentralization and see it as mechanism that fosters effective customer delivery services, considering the geographical or regional location of the business organization. 4. Standardisation is pertinent to employee efficiency. In the sense that workers will exert their discretionary effort to ascertained best outputs.
In the light of this, it must be meticulously and systematically integrated, harness and sustains by organizations to ascertain their specific objectives and compete favourably in the international market. 
